COMPANIES THAT

TREATTHEIR PEOPLE WELL,

EVEN DURING DIFFICULT TIMES,
WILL BETHE LONG-TERM WINNERS.

TODAY'S CLO: AN IMPERATIVE FORTOMORROW

u may have thought this job was about education, on-
the-job training, career succession, replacement plan-
ning, portfolio building, career enhancement and
recruitment and retention of talent. However, the finan-

cial and credit crisis of 2008 has reshaped the economy dramati-
cally in the United States and worldwide - and shifted the
emphasis to the latter. For some companies, there are many busi-
ness challenges and difficult decisions ahead. For others, there
may be opportunities to expand geographically or into new busi-
nesses. For all, the secret of success lies in their ability to retain -
and even attract - top talent.

In times like these, those learning leaders who can create more
results with fewer resources will provide their organizations with
a competitive edge: one that is directly related to the abilities of its
human capital. For example, CLOs can develop and maintain a
“Talent Inventory” in their organizations, across departments and
even companies to identify the talents of employees.

By matching talents with critical organizational competencies,
the talent inventory can serve as a pool of information about em-
ployees who are suitable for and capable of serving both as sub-
stitutes for existing leaders in case of emergency and as a pool of
available talent for mentoring and succession planning. In the
event of a need to downsize, these employees can be shared or
transferred so that their talents will not be lost to the organization.

As our cover story in this issue of Training Industry Quarterly
details, learning leaders also can serve their companies by plan-
ning for their own successors. So let’s consider what the “perfect
CLO" should look like:

m Your future CLO should have at least a minimal understanding
of every department and its needs: At a minimum this would
mean that your succession planning should include having your
potential successor spend at least three months working in
every department in every division.

m Moreover, the future CLO also must be proficient in the use of
essential metrics that quantify the learning impact and ROI
across business units, and that have credence within the C suite,

m Cultural competence will be the sine qua non of tomorrow’s
CLO; so he or she should spend some time working in the
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countries your organization works with and in ... at least six
months in each country.

® And, of course the successful learning head of the future will
speak at least three languages, if not beautifully, at least compe-
tently.

m Tomorrow’s learning leader is well-schooled in organizational
dynamics and understands thoroughly the need for a wide net-
work.

m And lastly, your succession planning must be developed beyond
the brick and mortar, even beyond international borders.

By keeping these “perfect world” guidelines in mind, when your
successor assumes the position, he or she can work knowledgably
with every division and department to develop appropriate pro-
gramming that really will meet and exceed organizational needs.
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